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Ik Tboro Anv "Morit" ti^ Oro?,on: 

The 5?taTu!arMt zpH j^ln^lc* sfllnrv '^rhorhilo for tf^ncbors was n(^opt<*H in tho 
lino's ax\<\ AO's bv mnnv scbool fllstricts i>of^auso of criticisms of rho indi- 
vidttnl pav plans then in common tiso. Moro recently* an attempt to enhance 
the Instructional effectiveness of schools, to retain superior teachers, and 
to discouraRe inferior teachers, school hoards increasingly have been taking 
a lonR look at alternatives to tbe single salary schedule. 

Many school administrators and school boards in Oregon are asking about 

the mnrit and other pay alternatives, particularly those operating in their 

own state. They are raisinj^ such questions as; 

— Who*s talkint* in Oregon about merit pav? 

— Which districts have iised such plans? 

— What are some other feasible alternatives? 

—Who decides on elir,ible teachers? What are legitimate 

requirements for incentive pav? 
— How do stic>i programs operate? 

— Why have some merit ;>ay prot^rams been dropped? 
— What trends apparently exist? 

Tn an attempt to answer these questions, the following Bulletin is 

published by the Oref>on School Study Council in response to a survey request 

by the Oregon Education Association. This is a status report only, not an 

evaluation or interpretation. Information was gathered from A7 Oregon school 

districts which reportedly had adopted, or were considering, alternatives to 

the standard salarv schedule for teachers. 

Kenneth A. Erickson, Executive Secretary 
Oregon School Study Council 
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MFIUT PAY IN ORKCnN 
A Siirvov of AltPrnntfvp Pay Plans 
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n, enttr,, eonc.p, „f „„u pay for t .ach«rs-.,™,„t lm« 
■•incentive „,v" or Varcer pay"-,, „.,rd„. „,.th „.at ,,lv„.,lty l„ 
educauoa,, CrcU.,. fro™ „ d„f,„,tely „e.„tlv. „„a.,„.„t of the 

olan a, "M^hW oS, .ot .onaM^" to a ™„t positive a„„=„e„t of Us Hol„„ 
■•MRh.y .„,rab,e and conduclyo to l„prov.„,„t of Ip.tructlona, practice,." 
Noe o,„. „ there .reat ra„„ of op,,„,on a, to the re.atlye value of „erlt 
rav. hut a„„ a, to the haalc definition of the ter. Itself. Ope deflnltlop 
co^only „aed 1, that ..yen h, „a.el „a.ls, f„„„,, ^^^^^^^ 
Vacation As.soclatlon ResMrch Division: 

at'];a^t'ln°;ari 'm'"'"' " '""^'^^^ "'^^^'^ detern,lnes. 

the rate of Zl ' ''''' '^'^ '"^^ affect 

rate of .salary prof^r^s or ultimate maximum. 

Cecil J. Hannan. Associate Executive .Secretary of the m. „ho co-authored 
a handhooV on merit pay. defines t:„e term as "salary hased t^^^^^e^ree on 
ratlnp. or evaluation/* 

Prior to the adyent of the single salary schedule, most teachers vere 
raid on a .erlt hasls. „„rln„ the .^.o's and .O's. hoveyer, Implementation 
of a stapdardLed salary schedule hec.e the .ep.ral.y accepted practice 
across the patlon. and the use of merit pay rapidly declined. Statistics 
from the NKA Research Dlylslon shov that the Incidence of merit pay In 
school districts of ,0,000, „r more, dropped from 20 percent In 1938 to 
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A porcont in 19S8 and that by 1963 only S percent of ?,S00 larrie school 
svstems wore usinp a merit p«iy plan. More recent NFA research Indicates no 
Increase in merit provisions nationally. 

In order to examine the extent to which alternatives to a standardized 
salarv schedule are currentlv heln^t used In the state of Orer;on, the Oregon 
Education Association commissioned the Field Training and Service Bureau in 
the Toller.e of F.ducation to survey the state's school districts which re- 
porredlv titilized or were considering such alternative plans. The Intent 
of the survey is not to evaluate the current practices or to interpret 
trends.* The sole purpose of the report la to provide a cross-sectional 
plrttire of Oregon school districts which are currently using, or have con- 
sidered using, alternative pay plans. 

Fortv-seven school districts were included in the survey (see Appendix 
1). Of these districts, 11 were ct\rrently found to have alternative pay 
plapft, 11 were found to he planning/studying alternative plans, and the 
remaining 25 were found to have no current alternative plans nor to be con- 
sidering such. 

. DISTRICTS HAVTNn ALTERNATIVE PAY ?!>ANS (11) 

The following Information was gathered from the eleven districts which 
Indicated that they have some form of merit or Incentive pay — Amity, Bethel, 
Colton, Coos Bay, Forest Crove, Cresbam Elementary, Josephine County, 



*The substantive results of this survey were presented to the Profes- 
sional Negotiation Seminar held at Portland State University on September 30, 
1972. 
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M<»dford^ Parkrose, Rorlmond, Warronton: 

\. Amity (Yamlifll Cotmty) 

For tlip 1077-73 school vear tlio Amitv District lias budgeted $500 for 
Incentive pay to teachers recommended hv principals and the aupcrlntendent • 
This year three teachers have been recommended to each receive $100 or $200 
as Incentive pay. This procedure probably will continue for another hiidpet 
y-?ar, 

2. Bethel (Lane County) 

A Career RecoRnitlon Pay Plan (CRPP) is available by application for 
Bethel District teachers who have been at the top of the range in Columns 
C or D of the district's salary schedule for at least one year. Currently, 
there are two CRPP steps possible for qualified teachers in Columns C and D 
of the schedule. 

Applications must be submitted in duplicate to the school principal by 
March 11. Kach principal, then» must submit one copy to the assistant 
superintendent by March lA. He, in turn, must bring all applications sub- 
mitted to him before a review committee no later than March 28. 

The review committee consists of the district administrator directly 
responsible for the applicant's supervision or his designated representative 
che director of elementary education or his designated representative, the 
assistant superintendent of schools or his designated representative, and 
the superintendent of schools. The review committee is called into session 
by the as.Q^r.tant superintendent. Notice is given to the applicant by the 
superintendent not later than March 31 as to approval or disapproval of the 
application. 
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Tho proRont pro^mm, wli fcli linn heon oporntinp, for five or bIx years, was 
nrrlvod nt as n ronttlt of tho ronHiiltntlon process and appears to be effec- 
tive onnuRli to he conrlnucd f c r at least another vear. The district spent 
three vcars examining; the feasibility of a more comprehenpive merit program 
which has subsequently been indefinitely postponed, 

3, Colton (Clackamas County) 

The Calton School District is currently implementing both a merit pay 
program and an incentive pay plan. The district's salary schedule consists 
of a pinple column which this school year, 1972-73, ranges from the begin- 
ning step of $7,301 to the maximum figure of $11,830 at the fifteenth step. 
Each year the schedule has been changed by adding an agreed-upon, cost-of- 
living increase. 

Teachers at experience levels 3, 6, 9, 12, and 15 are eligible to re- 
ceive incentive pay provided they have completed eight hours of credit during 
the preceding period. This amounts to SAOO at the third step and Increases 
$80 for each succeeding step until it reaches $6A0 at the fifte-^xif-b step. 

Teachers may receive merit pay up to $200 per year during yeax^ when 
they are not eligible for incentive pay. A composite evaluation based on 
a teacher's self-evaluation and the principal's evaluation is used to deter- 
mine whether or not this merit pay is to be granted. 

A. Coos Bay (Coos County) 

The Coos Hay School District has a non-accumulative merit pay program 
based upon the teacher's evaluation in the previous year. The program 
was developed by a committee consisting of two board m'?.mbers, two 
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admini^^trators, eiehr teachers, and one central office staff member. The 
con5?vtltant to tMs committer was from the Oregon State llniversitv faculty • 

Althouf»li the plan mav he changed hv negotiations each vear, its 
essentials are as follows: 

T. One step merit — one additional step on salary schedule 
*TT. Two step merit — one step plus 5 percent of salary base 
*ITT, Tbree step merit — one step plus 7 percent of salary base 

There is no requirement that the teacher must have taught in the dis- 
trict certain number of years • 

y]to ' irst evaluation period in November gives some idea of how many 
and who might be eligible; the final evaluation in March determines the 
merit finalists. The principal is the evaluator in the elementary schools 
and the department heads are evaluators in the high schools. A teacher may 
belong to an evaluation team if he goes to a special class (paid evaluator). 
A teacher may make a request for a team evaluation, and about three percent 
normallv request such an evaluation^ 

5. Forest Grove (Washington County) 

Forest Grove has a merit plan which is essentially available for those 
at the top of the schedule — M.A., M.A. + /»5, and B.A. + 75. This program, 
Initiated by the school superintendent, is in its first year of operation. 
The merit committee consists of five teachers and five board members. The 
superintendent sits in on the conference. 



^Salary base this year (1972-73) is $7,138, based on a point system. 
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A Rttm of $')00 In nvallnhle for thono teadiers In the top rating bracket, 
hnncd on the princlpaTs evaluation and recommemlatlon • The state evaluation 
form Am! one from their own district are used. Another form by the principal 
states whv he proposed the merit pav, 

The district believes this is a verv positive program, the only weakness 
belnu in the comparative skills of the cvaluator. An optional form of evalua- 
tion bv another teacher can be requested by the applicant. 

The district's plans for next year are indefinite at this time. Until 
a handbook on consultation becomes available at a later date, written policy 
concerninr, such matters remains rather vaf»ue, 

6, Cresham Klementarv (Multnomah Countv) 

The Cresham Grade School District No. A is on a vear-round school sched- 
ule. Teachers' salaries are determined from a single salary schedule and 
are based on the number of days for which a teacher is contracted, A basic 
salary as indicated on the salary schedule is figured on 185 contract days* 
Teachers working more or less than 185 days have their salary prorated on 
their basic schedule salarv, 

Currentlv, about 25 percent of the facultv are on extended contracts. 
These include counselors, music teachers, phvsical education teachers, li- 
brarians, speech teachers, and a number of "team'* teachers in grades A-8, 
The remaining 75 percent are "tracking'* teachers who teach A5 days followed 
bv a 15-day vacation. 

According to district officials, the board is Interested in continuing 
a study of possible career recognition salary plans* However, it feels that 
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the ctirrent year-round extended contracts tend to he satisfying a need for 
some merit provision. 

7* Josophlne County Unit 

.Tosephine C'ounty Wnlt has a ollot program which has heen In effect for 
two years at their Manzanlta Elementary School, Tt Is entitled, Individual - 
Izinr, Instruction Through Differentiated Staff Inp, . 

Tn Implementing this pilot program, the district has selected six 

teachers who are desi^»nated as Instructional leaders on Performance Contracts. 

Their .1oh descriptions have been Xv'ritten in hehavioral terms. The following 

qtiotation from the 1oh description Is of interest: 

!• Evaluation of the foregoing ohjectives will be made by the 

principal and/or consultant. When possible, an outside audit 
team will be iitlllzed. 

2. Eallure to accomplish three or more of the objectives by the 
times specified In the event network may be cause for termina- 
tion of emplovment at the end of the current school year. 

To date, this program Is in effect only with the six instructional 

leaders at the Manzanita Elementary School. 

8, Med ford (Jackson County) 

The Medford Hchool District had a Merit Pay Program from the 1959-60 
school year to 1970-7], but it is now being phased nwt. The plan provided 
for a four-step annual Increment of $250 whereby a first-year merit teacher 
received $250, a second-year merit teacher received $S00, a third-year 
merit teacher received $750, and a fourth-year merit teacher received $1,000. 

Althotigh the plan was subjected to considerable discussion and criti- 
cism by school board members, it remained In effect for twelve years — through 
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the 1070-71 school venr. Opposition to the plan was based upon four con- 
siderations : 

1. * T,ack of nrecfsenpss v/as noted In ovaluntinr: teacher performance. 

2. Merit teachers rnrelv received poor evaluntfons. 
1. Too manv teachers were heinj^ placed on merit. 

A. The prof^ram was too cost 1 v. 

As H result of the consultation process, the school hoard. In 1970-71, 
arrived at an agreement with the Medford Education Association that called 
for phasinR out the Merit Pay Program over a four-vear period. This 
phasing out process was st.irted during the 1071-72 school vear and Is now 
in the second vear. Rv the 107A-7S school vear, the Merit Pav Prof^.ram will 
he completely phased out. 

9, Parkrose (Multnomah County) 

Parkrose has a Career Recognition Pror,ram that Is now under^olnR re- 
vision. The plan has been Ip effect for some voars , hut has been adversely 
affected hv recent negotiations. \t present, teachers are evaluated for 
career reco;»nltlon bv the principal and assistant superintendent. An 
appeal board is provided consisting of representatives from each bulldlnp. 
In the district. 

10, Redmond (Deschutes County) 

As a result of the consultation process, the Redmond F.fhication Asso- 
ciation and the Redmond Board of Fducatlon entered into a three-year Con- 
sultation A;»reement on January 27, 1971. The basic agreement covers the 
period from July 1, 1971, tbrouRh June 30, 197A. 
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While a salary schedule is a part of the agreement, in concept it 
differs from tlie traditional, salary schedule in chat it has no experience 
columns Identified as such (see Appendix ?). Advancement on the salarv 
schedule is determined bv work performance each vear until the teacher 
reaches the maximum within his level. No further pay increase is possible 
until the teacher is advanced to another level. 

The scliool board may acivance a teacher to a higher level on the sched- 
ule upon the recommendation of the superintendent or the District Evaluation 
Committee. Advancement to a lii^her level depends upon two factors: 

K Fvaltiation of the teacher's past x^ork performance. 
The scope of the particular teacher's responsibility. 

Teachers on levels 1-5 receive 1R5-dnv contracts. Those on level 6 
receive 205-day contracts^ while those on levels 7-0 receive ?20-day con- 
tracts, "ff^ontractedl time hoyond tlie rej>ular school vear will be used 
toward the improvlnj> of tlie general level of instruction in the district," 

The District Evaluation Committee is composed of \'ive teachers se- 
lected in an impartial manner from two lists, each containing the names of 
50 percent of the district's teachers plus five, listed in order of pref- 
erence. One list Is submitted by the superintendent and one by a committee 
of three teachers elected by all teachers. The first five teachers to 
appear on both lists In order of preference compose the District Evaluation 
Committee. Members of the committee are provided with up to 20-days' time 
free of teachinp, responsibilities. Secretarial tfme also is provided for 
the committee. 

The District Evaluation Committee is empowered to evaluate any teacher 
In tlie district. The members of tlie committee recommend level and step 
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rhnnj'.os lo iho supor i nt on<lctit > who nuifit then Inform the commfttee of the 
ndinin isl rnMvp porsonnel recommendations to he cn;nie to thp FiOnrd of Educa- 
tion At len.qt one week liefore the salary rocommrndations are presented to 
the hoard. The District Evaluation Committee mav accept or reject the 
superintendent's recommondat 1 on. In the larter Instance, v!i committee 
and the superintendent make separate presentations of their recommendations 
to the board. 

.Should anv teacher not advance to a higher salarv position, ho may 
:>pp«m1 to the MearlnR A<<vancement Roard If he feels that such advancement 
Is testified In llRht of the two pvaluatlve criteria. Tlie hearln/, board* 
consists of three persons: one member appointed bv the Redmond Education 
Assoc latlon, a second member appointed bv the hoar<l , and a third person 
(to serve as chairman) appointed bv the first two appointed members. This 
hearing board considers ,vll written r^rlevances presented to it prior to 
March 1 in anv year and then prepares a written recommendation to the 
Board of Education statinp, whetlior or not the teacher should he advanced 
to a higher level. Since only the Board of Education can make the final 
decision rep.ardinR such matters, the Mearinf. Advancement Board acts only 
In an advisorv capacity. 

11, Warrenton (Clatsop County) 

The superintendent of the Warrenton District proposed to the board 
that It budget $1,000 this year as incentive pav for teachers, stipulating 
that an average of $200 be awanled to an applicant who goes beyond hir. 
normal lob rofiulrements . (Example: A project, such as Outdoor Education, 
is approved by the administration. When It is completed, it Is reviewed 
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by the board and. If merited, the award is granted •) Usually » four or five 
teachers are expected to apply each year. 

DISTRICTS PLANNING OR STUDYING ALTERNATIVE PAY PLANS (11) 

The 11 districts which were found to be currently planning or study- 
ing the usp of alternative pay plans were Klkton, rresham Union High, 
Hillsboro Elementary, Klamath Falls (2), T,ake Ofiwego, Lincoln County, 
North Clackamas, Oregon City, Reynolds, and Springfield. These districts 
svibmitted the following information: 

1. Elkton (Douglas County) 

The Elkton school board dropped the single salary schedule during the 
1971-72 school year. They adopted in its place a Teachers' Salary Guide 
which stated that "The board reserves the right to establish teachers' 
salaries In a fair and equitable manner with due regard to present salary, 
training, years of service and performance of assigned duties.'* For 1971-72, 
teachers were paid their 1970-71 salary plus six percent with certain excep- 
tions listed In the Teachers' Salary Guide . 

The 1972-73 Teachers' Salary Guide indicates a return to a salary sched- 
ule as a result of consultation between the board and the teachers. Con- 
dition C on the 1972-73 Teachers' Salary Guide states: 

The teachers, with the board and the administration, shall form 
a study committee which shall recommend to the teachers and the board 
some merit criteria for advancement of teachers on the salary schedule^ 
said merit criteria to become effective for the 1973'-7A school year. 
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2, Gresham Union Hi^h (Multnomah County) 

DurinR the fall of 1971, the Board of Directors of the Gresham Union 

Htgh Schoo] Dlstricc, as the result of a teachers' proposal presenteH to 

the boarrl during the consul tat Ion process, appointed a Merit Pay Committee. 

The comtnittee conslste»^ (^f: 

Three administrators (one from each of the district's three nigh schools) 

Six teachers (two from each of the district's three hiph schools) 

Six citizens (two from each of the district's three hiph school attend- 
ance areas) 

Hne school board member 

The committee was directed by the iicai'd "... to make a study of 
merit pay systems and to make recommendations to the board on a merit pay 
system for this school district." Specific areas of concern which the 
board asked the committee to study included: 

1. Definition of merit pay. 

2. Establishment of goals and objectives. 

3. Analysis of the present teacher evaluation program for teachers. 

4. Review of existing plans or systems of merit pay that are now 
operating. 

5. Development of a plan or system for compensating teachers on 
the basis of performance. 

The board established November 7, 1972, as the date for presentation 

of the final report and recommendations. 

3. Hillsboro Elementary (Washington County) 

In the 1971-72 negotiations between the board and the Professional 
Economics Committee, it was agreed that a committee should be formed to 



ERIC 



17 



W^mm^^m Ill I II 1 



13 

study A merit pay program. The committee was not active at the time of 
the survey In September, 1^72. There seemed to be some question as to how 
much progress would be forthcomlnR, 

A, 5> Klamath Falls (2) (Klamath County) 

On September IR, 1072, the Merit Pay Feaslbllltv Committee presented 
a formal report entitled Feasibility of Merit Pay to a ,1olnt meeting of the 
boards of directors of the Klamath Falls Flementary School District No, 1 
and the Klamath Falls Union High School District Nn. 2. 

The committee, authorized by both school boards, was appointed by the 
superintendent In April of 1972. It consisted of: 

Two board members (one from each district) 

Two budget review committee members (one from each district) 
Two principals (one elementary, one secondary) 

Three teachers (one elementary, one junior high, and one high school) 
Two citizens /parents 

One director of curriculum for both districts (serving as chairman) 
The following quotations from the final report represent the committee's 
recommendations: 

1. The first and most crucial step Is the outlining and development 
of a long-range plan, Including a multi-year salary agreement as 
the basis for the study, development, and implementation of 
alternate plans. 

2. It Is recommended that the boards NOT adopt the traditional type 
of *Wrlt" pay plan In which merit Increases are tied exclusively 
to the judgment of one evaluator. 

3. It Is recommended that every eftort be made to move away from 
the traditional salary schedule (with merit defined strictly In 
terms of professional preparation and time In service) as the 
method of distributing funds, and toward alternative plans. 

ERIC 
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The commlttoo rccoi..m.^,K:s rhnt everv effort Im- n,;,dP. l:o remove tli*> 

from 1,0 (pol tir.M) polnrl.o,! pnrf n( ner.o. . a t Ions , nnd to place 
• theso i«s,.os In (I,. «tmiv. pl;,nn1nf... nnd Pducatlorml „art of the 
school pror.rnm. '^"^ 

5. we ,,rR<. the formation of ACTION committor to continue the 
commU^pe!"'' ''^'''""'"'^ ''^•'^'^ '^^"Iv been hegun bv the present 

6. Tt Is recommemlerl that tho .IcvelopmPnt of transitional plans 
nnd steps he clearlv outlined after considerable teacher and 
commi.nltv involvement. (Two complemenrarv and transitional 
plans are outlined in the attachments.) 

7. The committee would enrouraRe the baords to conaldt - pilot 
programs dealing directly with staff i.till/.ation ami varied 
roles for teachers. 

R. Beyond the pilot program approach, the boards are encouraped 
to consider what Is now hein^ called alternative learning' 
envlronments-a school within a school, or lust a novel or 

bv d^strrrr i'^^^^^^"^' ^^^^^ ^o six or more teachers funded 
bv district funds hut not an integral part of the school. 

... we stronglv ur^e the boards to include funds in the 
regular budget for travel, outside consultants, inservice 
programs for staff, and public relations. This is to recog- 
nize the nee.l for considerable Involvement of staff and 
community. 

since the committee feels that a breakthrough in evaluation 

. ""'^^^ '° overcome the centr.,1 dilemma of 
feasihilitv of alternate staffing patterns and differential 
pay plans as n means of adding some aspects of teacher per- 
formance and/or effectiveness to time in service and profes- 
?nT.\rrr u";/' recommended that the KFEA and teachers 
in general he challenged to develop an evaluation system- 
including objectives, instruments, procedures, etc. -that 
would be workable as pay differentiation criteria ... (in 
Simplest form, procedures that would distinguish three levels 
Of performance as per the criteria attached.) 

2tudv^b!^ recommendation Is that dissemination of the committee's 
study be made by the boards as a direct means of Involving 
JllT^'l' ^^r^^i""*^"". the public in a continuing dialogue 

aimed at meeting the challenges of alternate plans by using the 
outlines of this study as a beginning for more ambitious sLy 

and ^^^"^ venture-boards, teachers, administrators, 

and the comnmnity of Klamath Falls. 
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Thp romnil tff»o' s roport nl<;o inchid^»f1, for scti5*Rl.on ptn-poRes nnlv, 
the fol lovMnR materials lahplerl as samples: 

U A Differentlnl Pay P lan vhlcb fnrlufies flRnror; for tho norloil 
1067-7? tliat torn! to stinport the arj^jimont In favor of ;i ' .'^ 
percent annual hane Increase for n miilH-ycar np,reGnienl (see 
Appendix 3). 

?. Tlie Criteria for Differentiation which illustrates a sample 
evaluative point system whereby teachers may- accumulate up to 
107 points which can he trans Inted to dollars '^n computrinj* the 
teacher's salary increase for the suhsequent year (see Appendix 
M. 

3. A Transition Plan which indicates how teachers would he cate- 

{>orlzed and how the p]an would be phased into full imple^r.entation 

over a five-year period (see Appendix 5). 

The following time sequence .vas presented to the board for discussion 

and consideration : 

1972-73 — Negotiate a three-year salary agreement as PART of a long- 
range program for alternative plans • • • OR negotiate for 
one year with the agreement that work will continue through- 
out the year toward a multi-year salary agreement as PART 
of the long-range plan. The multi-year outline could be as 
follows : 

First year — Study » plan, visit, and Involve 
Second year — Transitional plan as per samples 
Third year — Revise and refine criteria plan 
Fourth year — Evaluate long-range plan, the transitional 
plan that was implemented, and the multi- 
year salary agreement as a basis for con- 
tinuing, changing directions, etc. 
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6, Lake Oswe^;o (Clackamas County) 

In Lake Oswego, a competency-based salarv schodtile in bofnf» developed 
based on tbe performance of tbe individual. An 11-member study committee, 
whicli be^an meeting last spring,, incltides representatives of tbe teacbers 
and administrntors, as well as four consultants from industry. 

Lake Oswep,o does bave a small differentiated staff program of twenty 
department cbairmen in bl^b scbools and seven in elementary scbools also 
involved in evaluation, Tbe n<5p,otiations committee last year set up 
$ir>S,00() for extensive extended contracts, A total of 120 of 300 teacbers 
are involved in some extra-professional activities. Selection for tbese 
activities is done by principal evaluation, Tbe assistant superintendent 
for personnel manages the program, 

1. Lincoln County Unit 

Lincoln County is in tbe final pbase of developing an incentive plan. 
Tbe proposed plan, based upon teacber competency, will stress value of 
experience, staff development, and extra-curricular activities, Tbe in- 
centive plan study was initiated tbree years ago by a consultation group 
made up of administrators, teacbers, board members, and consultants, Tbis 
past year it also included members of tbe community, 

8, Nortb Clackamas (Clackamas County) 

Tbe scbool board bas adopted a salary schedule that would permit tbe 
district to adopt a merit pay plan. However, an agreement was reached 
with tbe teacbers to withhold any such plan for the current year. In the 
meanwhile, discussion and planning steps will continue, (Note: The 
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Mllwnukl. Union UIrI, School Olstr^ct which formerly had a merit pav plan 
15 now a pnrt of the newlv formed North Clackamas School nistrict.) 

^ f^regon City (Clackamas County) 

The nre,on Citv School District, as a result of thn consultation pro- 
ess, currently has a Performance-Related Pay Committee organized for tho 
following major objective: 

!Je%^h'^''^^T^"' r and related form for evaluating 

ner hat'thlr"" "-^^^^cated staff members in such a man- 
ohtaliei. '^"'"nensation mav h. based upon the evaluation 

Membership in the committee consists of: 

One RudRet Committee member, selected by the board. 

Three administrators one elementary and one secondary principal, 
selected by their peers, and the superintendent (ex officio). 

Right teachers, two selected by their peers from each of the 
following grade groupings, K-3, 4-6, 7-9, and 10-12. 

Three students, one from each secondary school selected by the 
.student government. 

The committee held its first meeting during April, 1972. The final 
report is to be presented to the school board no later than November, 1972. 

10- Rey nolds (Multnomah County) 

At the present time, the matter of merit or alternative pay in the 
Reynolds School District is In the discussion stage, and the board has 
nothing to report. 

11. Spri ngfield (Lane County) 

At the direction of the school board, the Springfield School District 
formed a Merit Pay Study Committee last year. The committee made up of 
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administrators, board mombers, and members of tbe local education assocla- 
tfon» met, reviewed several pay plans, set objectives, and reported to the 
school board In May. Bv the deadline for this study, there were no definite 
plans for future action. 

nlSTRiCTS SURVr.YFI) HAVING NO. ALTERNATIVE PAY PLANS (25) 

The remaintnjs; 25 districts siirveyed were initially tboup,bt to have 
some form of alternative pay plan, but each one indicated that it had no 
such program today. The following comments summarize the response from 
each district: 

1. Astoria (Clatsop County) 

During the 1971-72 school year, a committee composed of representatives 
from teachers, the school board, and the adralnistration in the Astoria 
School District spent three months studying a merit pay plan. The committee 
concluded that such a plan was not practicable at that time, and the sub- 
ject was shelved. At the present time, there are no plans to reactivate 
the study. 

2. Randon (Coos County) 

Bandon has no merit plan at this time and nothing Is being planned. 
Their current schedule provides extra pay for extra duties and makes pro- 
visions for R.A. H 60, R.A. + 75, and Master's Degree. 

3. Burns (Harney County) 

The Burns School District No. 1 implemented a merit pay plan for two 
years, 1969-70 and 1970-71. As a result of the consultation process, the 
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plnn was diacontlnueH at the end of the 1970-71 school voar. Thero nre no 
current plans to reconslrler nltcrnatlves to the slnp.le snlarv ncheriule, 

A, rorvalUs (Renton bounty) 

rorvalHs Hoes not have an alternative plan to the slnrje salary sched- 
ule at tho nrpsent timo, anH the district has nothing In the plannlnr, stape* 
The only practice in CorvalUs that ml^ht be different from other districts 

that yearly Incremnnts are not automatic. Teachers are recommended- or 
not recommended for advancement on the salary schedule hv the local principal 
and the superintendent, and actual advancement on the salary schedule is 
hy school hoard action. 

!>> Crow-Applegate (Lane County) 

The Crow-Applegate School District does not have an alternative plan 
to the slnple salary schedule. It does offer extended contracts to selected 
teachers for summer work in curriculum and program planning. 

6. David nouRlas (Multnomah County) 

The school hoard reportedly favors some type of merit pay program, nut 
teachers apparently are opposed to such a plan. (The district does not 
have the standard "extra pav for extra duties.") Recipients of extended 
contracts are selected hy the superintendent's office. Salary columns in- 
clude B.A. + 75, M.A. + 23» and M.A. + A5. 

7. Kstacada (Clackamas County) 

rstacada does not have a merit or incentive pav plan at this time and 
does not anticipate any for next year. However, the district would like to 
find ways to compensate teachers whom they especially want to retain. 
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8. rjendale (Douglas County) 

Information from Clendale Indicates that there w;^n talk of a merit pay 
plan spveral years a^,o hut that nothing ever came from it. Currently » the 
district has no alternativo to tho single nalarv schedule. 

Hold Beach Union HiRh (Curry County) 
Hold Beach did have a merit plan in 1970-71, but it was voted out by 
tho faculty. There have been no subsequent discussions or plans in this 
area. 

jn, llarrishurg (Linn County) 

The llarrisburg School District does not have a merit plan, only a 
column on the salary schedule that states a career teacher has an M.A. 
+ A5. Nothing by way of merit pay or other alternatives Ik planned at 
this time. 

11. Mar cola (Lane County ) 

The Marco la School District has no alternative plans to the single 
salary schedule at this time. The school board has expressed an interest 
in considering some form oF a merit pay system, but, to date, nothing 
has been done to implement such a program. 

12. McMlnnville (Yamhill County) 

McMlnnville did have a group of hoard members and teachers 'that 
studied the possibility of a merit plan. However, the group re.lected the 
Idea, and there are no further plans under consideration for next year. 
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13. Oakla nd (nouglas County) 

The Oakland School District has ro alternative p.iv plan other than the 
extra nay for extra duties. Two persons are on extended contract. Ho 
future Pinns are heinK considered for a merit pav proRram. 

lit. Pleasant Hill (Lane County) 

The Pleasant Hill School District does not officially have a sal-.ry 
schedule, accordinR to word from the superintendent's office. For the 
1972-73 school year, teachers were Rranted a f;37n across-the-board Increase. 
However, placement of teachers new to the district apparently is based on 
a step identified from the 1971-72 salary schedule. 

15. Port Orford-L an^ lots (Curry County) 

Port nrford-I-anRlols has no merit ot Incentive program and no plans 
at this time of Inaugurating such concepts. 

16. Rain ie r (Columbia County) 

Rainier has no merit or Incentive plav . The board has been involved 
in discussing the concept, hut nothing has been done beyond that stage. 

17. Redland (Clackamas County) 

The Redland School District had a merit pay plan through the 1971-72 
school year. It has been dropped for the 1972-73 school year and nothing 
Is being planned to replace It at the present time. 

18. Reedvllle (Washi ng ton County) 

In previous years there was talk of merit pav plans during consulta- 
tion sessions between the teachers and the school board of Reedvllle. 
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NothinR was ever done» however, to carry It beyond the "talk stape/* 
Roseburg (DouRlafl County) 

Information received from Ro?5eburg indicates (:hat thev do not have 
anv alternative plans to the single salary schedule, 

20, Salem (Marlon County) 

Salem has no alternative pay plan at this time, beyond the standard 
poHcv of ''extra pav for extra duties." The principal's salarv schedule 
has moved down from 10 steps + time and responsibility to a A-step level 
of experience schedule. 

?.l. Sheridan ( Yamhill County) 

The Sheridan School District is on the single salary schedule with 
extended contracts for a librarian and a counselor. At the present time, 
they have no plans to change. 

22. Sherman Union High (Sherman County) 

The Sherman Union High School District is on a single salary schedule. 
Currently, they have no plans for alternative programs. 

23, Sllverton (Marion County) 

The Sllverton district is no longer on the double increment schedule. 
A Distinguished Teacher Award is the eighth and ninth step. The board 
reserves the right to approve or deny the Increment. 

26. Vernonla (Columbia County) 

The Vernonla School District has no merit pay nlan. The salary 
schedule is: B.A. + 15 + 30 + A5 + 60 + 75 + 90 + 105, M.A. + 15 + 30 + A5 
+ 60. 
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2*), West Linn (ClacVamns Countv) 

West Mnn has no merit plan, no extended contracts. Department heads 
r.et extra remuneration, and there are manv teachers who are paid for extra- 
curricular activities. The district has no plans for considering anv merit 
Rvntem. 



This Uulletin has presented a survev report designed to inform Oregon 
administrators and school hoard members on the prevalence of alternative 
teacher pav plans which are currentlv operative or under consideration In 
Oregon, as well as merit or incentive plans which have been abandoned. 
Information is based on contracts with M Oregon school districts reported 
hv the Oregon Education Association as uslne, or having considered using, 
such alternative or merit plans. 

The survey emerged from an attempt to respond to some of the commonlv 
posed questions as to feaslhilitv and success of the plan; proj^ram planning 
and operation; teacher evaluation, eligiMllty, and receptivitv. But above 
all, the report is intended to ptovide nbiective data on the extent to which 
a merit pay plan is being used in the state of Oregon. Of the A7 districts 
contacted, 11 districts had alterna\:ive pay plans or merit pay plans In 
operation; 11 districts were considering such plans; and 25 districts had 
no such plans In operation or under consideration. 
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Appendix 1 



Plstrtct (A,n,M.) 

1. Amitv 

7. Astoria (2,?A8) 

1. nandon (<n5) 

A. Rethel 

S. nuras (6S7) 

(y. Colton (r^fiO) 

7. Coos nav (fiJ7ft) 

8. rorvallis (7,7<)1) 

9. rrow-App legate (527) 

10. David DouRlas (9,307) 

11. rlkton (232) 

12. Fstacada Ull (807) 

13. Forest Hrove (3,330) 
lA. Cold Beach (S39) 

Ti. Clendale (565) 

16. nresham Flem. (2,781) 

17. nrcsham UH (A,A95) 
1ft. Marrlsburg (581) 

19. Hlllsboro Flem* 

(2,58A) 

20. Josephine County 

(3,68A) 

21. Klamath Falls Elem. 

(2,A18) 
?2. Klamath Falls Ull 

(2,219) 
23. Lake Oswego (6,265) 



DTy^TRTCTS SURVFYFO 
Contact 

Siipt. 2A. 

S!ipt. 25. 

Sunt. 's Sctv. 26. 

r.l. Curr. Dir. 27. 

Sunt. 28. 

Siipt. 29, 

Asst. Siipt. 30. 

Dir. Pers. 31. 

Supt. 32. 

Asst. Supt. 33. 

Supt. 3A. 

Supt. 35. 

Clerk 36. 

Supt. 37. 

Supt. 38. 

Asst. Supt. 39. 

H. S. Prln. AO. 

Supt. Al. 

Supt. A2. 

Supt. 43. 

El. Curr. Cord.AA. 
Teachers 

Curr. Coord . A 5. 



Pers. Dir. 



A6. 
A7. 



District (A. P.M.) 

Lincoln County (5,619) 

Marcola (119) 

McMtnnviUp (3,131) 

Medford (9,911) 

North Clackamas 

(1A,1A9) 
Oakland (578) 

Oregon Citv (5,078) 

ParkroRG (5,552) 

Pleasant Hill (1,373) 

Port Orford-Langlois 

(723) 
Rainier (623) 

Redland (A35) 

Redmond (?.,6A1) 

Reedville (627) 

Reynolds (3,613) 

RoachurR (6,903) 

Salem (22,5A3) 

Sheridan (790) 

Sherman UH (198) 

Silverton (1,088) 

Springfield (9,821) 

Vernonia (71A) 

Warrenton (638) 

West Linn (3,006) 



Contact 
Admin. Asst. 
Supt. 
Supt. 

Asst. Supt. 
Asst. Supt. 
Supt. 

Asst. Supt. 

Asst. Supt. 

Supt. 

Supt. 

Supt. 

Supt. 

Supt. 's Scty. 

Supt. 

Supt. 

Asst. Supt. 
Pers. Dir. 
Supt. 
Supt. 
Supt. 

Admin. Asst. 
Clerk 
Supt. 
Supt. 
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1972-73 SALARY SCHF.nilLF. 
REDMOND SCIinOL DISTRICT 



IR'i davs< 



STF.P A 
$ 7,313 
8,373 
9,A33 
10,A92 
U ,557 
13,925 
1A,A3R 
15,737 
17,152 



STFP n 
$ 7,525 
8,615 
9,706 
10,797 
11,887 

1A,87] 
16,207 
17,666 



STF.P C. 
$ 7,737 
8,858 
9,979 
11,100 
12,222 

15, 30 A 
16,679 
18,280 



STEP D 
$ 7,9A9 
9,100 
10,253 
11,A05 
12,557 
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KI.AMATM FM I.*; 





(All 




• n w\ 






r .1 1 1 111 <»rm.ii 


BACKl.KOUNI): 




















INCHI.ASK 


7. INCRFASK. 




Year 


Bnsn: B.A. 


Top: M.A. 






Top 




Tot.il CviM 




/•/iOO 


7275 


2 75 


200 


3,9 


4.7 


111 ,851.00 




4600 


7525 


2 50 


200 


V7 


4.5 


4? ,0? ^.00 


196^ 


A 700 


7(>25 


100 


100 


1.3 


2.1 


7(),6'M ,00 


1965 


5000 


ROOO 


375 


KKl 


4.9 


6. 1 


106 ,<)«»f».00 


1066 


5200 


R275 


275 


200 


1.4 


4.0 


5 7,l()*i.OO 


l'Jf.7 


5H00 


9200 


9*^5 


600 


11. 0 


11.5 


199,5:!2.00 


106R 


6200 


1(>'.75 


127^ 


400 


13.8 


6.9 


204,601.00 


l'J69 


6500 


11150 


675 


300 


6.4 


4,8 


157 ,400.00 


1970 


6800 


1 IROO 


650 


300 


5.8 


4.6 


173,108.00 


1071 


7100 


12250 


4.50 


300 


3.8 


4.4 


124 ,250.00 




7200 




100 


100 


.8 


1.2 


23,001). 00 


n vr 


. AviT.ip.i* 




$48(> 


$272 


4.3X 


5.0% 


122,034.00 



Avo raRO 
I'rr 



9.1. 


v5;»(». 


1.4 




5.*» 


l.Mt. 


7. 1 


407. 


4.0 


.'(>*•. 


i:».o 


884 . 


ll.O 


850. 


7.8 


(>(>(>. 


8.0 


50t). 


5.4 


511. 


1 .16 


100. 


6.85:: 


402 



PKOrnsm: {lUvSi* am nrbltrnry figures usod only to lUMnouRtratr the -Romple" plnn) 

115,362.00* 5.5 



PI73 5,51 lncr«»nRP - $525.00 ncross the hoard 

Joint nludy of dlffrrontlnl pay plan as attached 



525 



n/4 

1W75 
10 7(, 
l'U7 



wlta an I'xppctod ranp.p from 300 



with an rxppctpd ranp.e from 300 
(♦lucludPB $5,000 for 10 spoclnl Incrntlvc pranta) 
5 yoar avoraROS (as propospd) 



- 1000 


121 ,707.00* 


5,5 


553 


(ncroaRo 








- 10(W) 


178,401.00* 


5.5 


583 


IncronT 






61% 


- 1000 


135,463.00* 


5.5 


Incroaso 






649 


- 1000 


142,914.00* 


5.5 



Av.rar.e IncroaHO por person during last 12 yoarfl - $466.00 (laBt 11 years $492.00) 

Avrrar.c liicrpaBe por pernon during last 5 years - 543.00 

Average Increase per pcraon during lost 3 years - 401.00 

Average Increaae per pcraon during next 5 years - 5R5.00 (Proposed) 



Ran^e 


of IiicrMpase: 






1967 


- 68 


800 


to 


1150 


1968 


- 69 


400 


to 


1200 


1969 


- 70 


550 


to 


950 


19 70 


- 71 


350 


to 


875 


1971 


72 


135 


to 


685 


1972 


73 


100 


to 


100 




AVKRAGK 


389 







826 



1972 
1975 



74 (proponed) 
76 



$525.00 
300 to 1000 



»rhe district niihseniientlv approved a three-year pav plan ha-ted on this propotial, 
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PPOPOSFI) CRfTriUA FOR HI FFKRr.NTTATlrUl 
KI.AMATI1 FAM.S 



!• Years of Servicp (In flistrirt): 1 point por vpnr—lst in vonrs: 
1/? point per ypar — next 10 vears; over ?5 vears — polntn 

= V? TO 20 POINTS 

(Spe nqstimpti on /M)* (See con<Iitlons /'H and ''9)* 

?. Professional Preparation: B,A. = 5 points; R,A, + ] 5 =» f» points; 
R,A. + 10 = 7 points; B.A. + A5 » 8; V^.^. + 'SO or 5th year « 
0 points; M.A. = 10 points; M.A. + 15 = 11: M,A- + 30 - ]2; 
M,A. + AS =13 " UP TO 13 POINTS 

(See assumption /'!)* (See condition*^ ff8 and //9)* 

3. Special Summer Workshops (NDFA, NSF, District-Sponsored, etc.) 

» UP TO 5 POINTS 

(See assumptions and conditions)* 

A, Self Evaluation (Scale of 1-9): Novemher, each year - UP TO 9 POINTS 

February, each voar » UP TO 9 POINTS 

(See condition ff?)* 

Scale to be desipned bv teachers and approved bv 
Fcliicat ional Council and School Boards 

5. Peer Pating (Scale of 1-9): November, each vear = UP TO 9 POINTS 

February, each vear =» UP TO 9 POINTS 

(Same as <'A above) 

Extended Time (summer, after school, special, etc.)- 
As per agreement with building principal 

1 point per full dav equivalency " UP TO 6 POINTS 

7. Kxtra Duty (clubs, committees, ball games, dances, 

etc. not otherwise reimbursed) - UP TO 6 POINTS 

8. Teacher Evaluation (Designed by teachers specifically 

for differential rating purposes — approved by Board) 
Below Average to Average: 1 - 7 points 
Average to Above Average: 8 - lA points 
Above Average to Superior: 15-21 points 

m UP TO 21 POINTS 

TOTAE POSSIBLE POINTS FOR THE YEAR - UP TO 107 POINTS 



*As listed In the committee's report. Feasibility of Merit Pay , August, 
1977. 
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PROPOSED TRANSTTTON PLAN 
KLAMATH FALLS 



K l)cf;crlpt of l.atojM»r Uvr. 

A, RcRular (Mnsr.ronm TcacluT I - Adequate performnnce and clnssroom 

rcspons ll>il Ity only* 

!U Repnlnr Classroom Tonchor II - Abovo avoraj'e porformnnce and clnssroom 

rcspons Ihl 1 1 ty plus hrondor ronponsl- 
bl 1 Ity In tbo l»u!ld!nr.. 

C» n(»f,iilar Cla'ir.room Ton<lM»r IM - IV ~ Outstniullup, porformnnce - 

buildlnp. antl district rcr.ponsib 1 1 1 tloB 
( lncluillnj» extended tlnu») . 

of Total Staff . 

I - 30Z 



1. Category to he determined by a committee of teachers and 
admin is t rators . 

2. Diirlnp^ the 5-year period, a teacher would advance within the 
category on the basis of perfomianco from $100 to $1000 each 
yc*ar. Tlie avrrap.e would be about 3.5a per year. 

3. After tho Initial placement, cntop.ory clinnr.es can he only on 
rrcomnuMidaL I i>n of committee (Kducnt ionn I Council) nfter 
petitioned by teacher. If n pcr5?on reaches the bottom of hifl 
category, he remains there until he changen categories. T\\c 
principal can recommend column chnnges, but the committee must 
recommend changes, etc., etc. 



III. Cato^,ory Changes: 

Teacher and/or immediate supervisor would petition the committee in 
writing in January each year. Tlie committee would consider the 
Information (including time in service, course work, performance, 
evaluation comments by others, etc.) and vote by secret ballot 
IF Tin- RE WAS ROOM IN TOK CATEGORY, etc 

A person could not receive more tlian a $1000 dollar raise even if he 
changes categories, and he could receive a $1000 dollar raise without 
changing categories up until he reaches the top of the category 

IV. Column Clianges: 

A, Principal recommends column changes. Vhc nJMOunt of increase awarded 
would be based on some established criteria. 



II 
III 
IV 



A07. 

2i)Z 
10% 



II. Procedure; (5-year plan) 



Place all teachers on this outline. 
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